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FIGURE 2. SATISFACTION WITH PAY BY PROFIT STATUS AND ORGANIZATION LEVEL

































































































I can’t imagine being in a place for 15 years. 
What motivates me is to learn new things 
and do new stuff; but I don’t believe an 
organization can keep reinventing itself to 
offer me new things. If I’m not learning, 
I lose my motivation.  I want to be married 
to a cause, not an organization.



























































  Specific ideas include: 
	 	 	 •	 Develop	people	through	challenging	assignments	(Developmental Assignments: Creating Learning 
    Experiences without Changing Jobs	by	McCauley	is	a	good	resource	for	this).	Give	individuals	explicit	
	 	 	 	 responsibility	and	accountability	over	tasks,	clients,	people,	and/or	decisions.
	 	 	 •	 Examine	and	attend	to	the	training	needs	of	boards	and	volunteers	(resources	from	organizations	
	 	 	 	 like	BoardSource	and	the	Center	for	Nonprofit	Management	may	be	helpful).	
	 	 	 •	 Use	evaluations	as	opportunities	to	reflect	and	learn	about	what	is	working	and	what	could	
	 	 	 	 be	improved.	Link	learning	to	having	an	impact.	Host	collective	discussions	in	which	reflection	and	
	 	 	 	 action	are	the	norm;	reinforce	strategic	thinking	and	systemic	approaches,	and	articulate	the	
	 	 	 	 benefits	in	terms	of	impact	and	efficiency.
continued on next page
	 	 	 •	 When	possible,	promote	regular	individual	feedback	and	invest	in	performance	systems.		
	 	 	 •	 Create	skillshare	opportunities	that	are	energizing	and	informative	for	staff.	Involve	staff	in	
	 	 	 	 cross-functional/interdisciplinary	teams	to	tackle	strategic	issues.	
	 	 	 •	 Create	opportunities	for	mentoring,	including	providing	training	for	supervisors	to	become	better	
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leadership	processes.	Her	books	include	Leadership Across Difference Casebook Package	published	by	
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similar	to	that	described	by	Richard	Krueger	and	Mary	Anne	Casey	in	their	book	Focus Groups: A Practical 
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